however, about the effects of establishments' personnel practices, and it is these practices that are the proximate causes of establishment-based gender inequality (Bielby 2000; Reskin 2000) . We examine the effects of organizations' employment practices on sexbased ascription in managerial jobs for a national probability sample of establishments.
Ascription exists when a status, position, or opportunity is allocated at least in part on the basis of an ascribed characteristic (Kemper 1974; Mayhew 1968; Parsons 1964 ). Baron (1991:143) , for example, has contended that employers practice ascription when employees' ascribed characteristics directly influence their jobs or rewards. Thus, ascription involves differential treatment based on sex, race, ethnicity, and the like. Sex-based ascription does not necessarily involve invidious intent; it can occur when custom shapes employers' personnel practices, when sex stereotypes or jobs' sex labels affect allocation decisions, when decision-makers have the discretion to act on their biases, or when they use sex as a proxy for productivity or employment costs. Impulses toward ascription may originate in or-ganizational inertia, shared cultural understandings, intergroup dynamics, or even organizations' attempts at rationality.
Until the last third of the twentieth century, sex-based ascription was standard practice for filling managerial positions (Baron 1991; Bielby and Baron 1984, 1986; Powell 1993 ; Tomaskovic-Devey 1993). For the first 60 years of the century, women's share of managerial and administrative jobs grew by just 10 percentage points, to one manager in seven in 1960 (Powell 1993 , table 2 ). Men's virtual monopoly of the first management jobs meant that inertia has predisposed organizations to continue to staff managerial jobs partly through sexbased ascription. This propensity toward ascription, unless checked, favors men for management positions. However, establishments' personnel practices can curtail propensities toward ascription (Baron 1991 ). We ask how organizations' practices affect their sexual division of managerial labor. The answer, in brief, is that establishments' personnel practices can and do exert substantial effects on the division of management jobs between the sexes.
We focus on management because the attractiveness of managerial jobs and the general nature of managerial skills draw both sexes to these positions. Managers usually outearn nonmanagers; they enjoy more prestige, autonomy, and authority; and they are better protected from outside competition (Baron and Bielby 1986:565; Baron, DavisBlake, and Bielby 1986:263; Blum, Fields, and Goodman 1994; Jacobs 1992; Wright, Baxter, and Birkelund 1995:407, 413). From the vantage point of workers, one of the most important things that organizations do is allocate employees to positions, and whether that position is a managerial one makes a considerable difference for workers. The sex composition of managers also matters for organizations. It affects hiring, compensation, evaluation, and promotion practices (Pfeffer 1983 (Pfeffer , 1991 (Baron, Mittman, and Newman 1991) , and the more female managers in an establishment, the smaller the gender pay gap (Shenhav and Haberfeld 1992:131) . Finally, a substantial portion of the labor force works as managers. In 1995, more than four in ten employees were managers or administrators (U.S. Census Bureau 1996, table 637). In sum, employers' use of ascription in filling managerial jobs is consequential both for individuals and for organizations.
PROPENSITIES TOWARD SEX-BASED ASCRIPTION IN MANAGERIAL EMPLOYMENT
Although we are interested in the effect of sex-based ascription on the sexual division of managerial jobs, we cannot observe organizations' reliance on ascription in job assignments with national survey data. We would need data from participant observation along with in-depth interviews. So our strategy is as follows: First, we discuss the forces within organizations that favor ascription to make the case that the impulse to use ascription persists in work organizations. Then we consider the organizational practices that can check or license this impulse. Finally, we empirically assess the effects of these practices on our dependent variable, the sexual division of managerial jobs.
CUSTOM AND STRUCTURAL INERTIA
That at least 85 percent of managers were male through the first two-thirds of the twentieth century figures importantly in establishments' continued impulse toward using sex-based ascription to fill management jobs. In the first place, early in the century, managers sought to legitimize their role through a "managerial ethic" that characterized management as embodying male qualities and incorporated stereotypically male traits, such as "tough-mindedness," into the managerial role (Kanter 1977:22-25) . As a result, management was equated with masculinity-the "cognitive schema" for managers resembles that for men more closely than that for women ( . This labeling of manager as male also gives men's entitlement to management jobs the sanction of custom. Organizational practices often institutionalize custom in job requirements, career ladders, and the like (Acker 1990) , and once institutionalized within establishments' formal structures and their informal traditions, these practices resist alteration (Baron 1991:115, 127 ).
More generally, establishments and workers become accustomed to sex-based job segregation, given the high levels of job segregation within establishments ( Kanter (1977: 63) attributed men's predominance in management to high-level managers' propensity to minimize risk in filling positions that involve uncertainty or require discretion through homosocial reproduction-the selection of their social clones whom they believe are likely to make decisions similar to the ones they would make. Establishments also practice homosocial reproduction when employers try to improve communication and trust by seeking managers who will "fit in" (Mittman 1992:17 
THE EFFECTS OF ORGANIZATIONAL PRACTICES AND STRUCTURES ON ASCRIPTION
In this section, we discuss personnel practices that should invite or limit ascription in managerial employment. 
RECRUITMENT METHODS
The ways that organizations recruit managers are especially important for the extent of sex-based ascription. Using social networks to identify and select managers-a method employers favor for its efficiency, low cost, and ability to provide information unavailable through formal sources ( Of course, employers may formalize their personnel practices on paper without eliminating decision-makers' discretion in managerial selection. This should be especially common in small establishments that formalize personnel practices in emulation of large organizations in order to achieve legitimacy (Dobbin et al. 1993; Meyer and Rowan 1977; Tolbert and Zucker 1983) . On the assumption that formalization for symbolic reasons is more common in small firms, we expect the effect of formalization to be stronger in large organizations.
INTERNAL VERSUS EXTERNAL MANAGERIAL RECRUITMENT
The sex composition of the pools from which establishments recruit managers-their own employees or the external labor market-sets limits on the sexes' shares of managerial jobs (Baron 1991 
MARKET COMPETITION
To the extent that employers opt for male managers, they pay to indulge a taste for the higher-wage sex (Becker 1957 ). According to neoclassical economic theory, market competition acts as a brake on ascription. The more competitive the establishment's environment, the more sparing it should be in indulging any preference for male managers. Consistent with this expectation, women have made more headway into maledominated jobs in organizations that were exposed to market competition than in those that were not (Cohn 1985 ; also see Roos and Jones 1993; Tolbert 1986 ).2 It follows from this reasoning and the empirical evidence that the greater the market competition, the greater establishments' incentive to minimize ascription in filling managerial jobs (Mittman 1992:17; Tolbert 1986 ) and hence the lower men's share of managerial jobs.
OPPORTUNITY TO SEGREGATE MALE AND FEMALE MANAGERS
The power perspective and feminist perspective on ascription contend that men act to preserve males' privileged status. Organizations can protect men's occupational turf by segregating the sexes. The more differentiated an organization's roles, the more readily it can employ both sexes as managers without integrating them in the same departments (Bielby and Baron 1984, 1986; Reskin 1988 
ESTABLISHMENTS' DEMAND FOR MANAGERS
The number of managerial positions in an organization affects workers' access to managerial jobs. All else equal, the fewer managers in an establishment (and thus the scarcer managerial jobs are), the more likely there will be enough qualified male candidates to fill them ( 
THE SEX COMPOSITION OF LABOR SUPPLY
The sex composition of the pools from which organizations recruit managers-its industry and its nonmanagerial workers-reflects the readily available labor supply.3 However, the sex composition of an establishment's nonmanagerial workers and that of its industry may affect its sexual division of managerial labor for other reasons than by influencing the sex composition of its labor supply.
The sex makeup of the nonmanagerial workers in an establishment may affect that of its managerial workers for other reasons as well. First, it is a proxy for women's ability to challenge men for desirable jobs or otherwise influence sex-based ascription (Baron 1991 Organizations favor patterns and practices that resemble those in the industry in which they operate (Baron 1991:115). As a result, their gender practices and sex composition tend to mirror those of other establishments in their industry (Bridges and Nelson 1999: 11). Thus, we expect the sex composition of establishments' industries to be positively related to establishments' sexual division of managerial labor, regardless of whether they recruited any managers from outside the establishment.
DESIRABILITY OF MANAGERIAL POSITIONS
Also likely to affect the sex composition of the pool of prospective managers is the desirability of managerial jobs. In view of the sex gap in earnings, men feel entitled to, and hold out for, higher pay than women do (Major 1989 (Major , 1994 Major and Konar 1984) . It follows that the more establishments pay managers, the more likely they will attract male managers. 
METHODS

DATA
We analyze data from a national sample of work organizations collected in the 1991 National Organizations Study (NOS) . In sampling establishments, the NOS began with the names, addresses, and phone numbers of the employers of the 1991 General Social Survey (GSS) respondents and their spouses. Telephone interviews with the person in charge of hiring-the owner of small establishments or the head of the personnel department in large establishments-provided information on establishments' personnel practices.
Because GSS respondents constitute a probability sample of the population, their employers are a probability sample of all work organizations, with an establishment's probability of inclusion in the sample proportional to its number of employees . The employers of about one-fifth of the GSS respondents were excluded from the NOS, either because the respondent provided inadequate information or because the employer was ineligible. Of the 1,127 usable nominations, 727 establishments (64.5 percent) completed interviews. These establishments are reasonably representative of U.S. establishments with respect to industry, occupational distribution, and size :33-36).4 For our study, we excluded 179 establishments that had only one manager (and hence whose value on the dependent variable was either 0 or 100 percent), so our results apply only to establishments with more than one manager.5 We also dropped two establishments whose managers were unpaid, two establishments in which key variables had suspicious values, and three establishments that lacked data for our dependent variable-the sex composition of managers. Our final sample includes 516 establishments, employing from 2 to 45,442 workers. To each establishment's record, we added data on its industry taken from the 1990 census data.
VARIABLES AND MEASURES
Coding details, our treatment of missing data, and the means and standard deviations for all variables appear in Appendix A.
DEPENDENT VARIABLE. Our dependent variable is the proportion of an establishment's managers and administrators who are male. Because linear regression can predict values less than 0 and greater than 1, we transformed this proportion to a logit (the natural log of the odds ratio of the proportion male managers to 1 minus the proportion male managers).6 MANAGERIAL RECRUITMENT.
We measured recruitment through personal networks by how often an establishment filled management jobs internally by inviting employees to apply or through personal recommendations by the person leaving the job or others at the workplace, or externally through business contacts. Establishments that reported that they "frequently" used any of these informal methods to recruit managers were coded 2; those that used them "sometimes" were coded 1; those that "never" used them were coded 0. We measured recruitment through open methods by how frequently an establishment used the following methods to fill management jobs: internally through seniority systems or job postings, or externally through advertisements, employment agencies, signs, or walk-ins. If an establishment reported using any of these methods "frequently," we gave it a score of 2; if it "sometimes" used any of these methods, we coded it 1; if it "never" used any of these methods, we scored it 0. Fifty-five establishments that had not hired any managers during the past two years were not asked about their recruitment methods. To avoid losing these cases, we coded them 0 on these variables and included a control variable that distinguished between establishments that had and had not hired managers during the past two years.
FORMALIZATION. The formalization of personnel procedures taps employment practices that influence the candidate-selection and -retention processes. Following Kalleberg et al. (1996:75) , our measure of formalization is the number of the following 4 As a result of cluster sampling in the GSS design, 39 establishments appeared more than once in the sample because they employed more than one GSS respondent or spouse. We dropped these duplicate establishments from the analysis. 5 In their sex composition these establishments resemble those with more than one manager. They do not differ significantly in the percentage of full-time or part-time employees who were female, the percentages of their "core" or GSS workers who were female, or the percentage of female workers in their industries (results not shown). 6 The logit is undefined when the proportion male managers equals 0 or 1, so when it equaled 0 we substituted 1/2Ni, and when it equaled 1 we substituted 1 -1/2Nj, where Ni represents the number of managers in the organization ( We measured the demand for managers in two ways. The first is the number of managerial jobs in the establishment. For consistency with our dependent variable, we constructed this variable as the percentage of employees who were managers. Our second indicator measures the shortage of prospective managers with an item that asked about the number of applicants for a managerial position. Unfortunately, this item was asked only of establishments that had hired managers from the outside in the past two years, so almost half of the establishments lacked data for this item. We dealt with this by creating a set of dummy variables for the number of applications received (one to five, six to nine, and so forth), including a dummy variable indicating that the establishment had not been asked the number of managerial applications.8 Preliminary analyses indicated that the only distinction that mattered was whether the establishment considered at least 30 applicants, compared with a reference group that included establishments with fewer than 30 applicants and establishments that were not asked the number of applicants. Thus, we measure the shortage of prospective managers with a dichotomous variable indicating whether the establishment had at least 30 applicants for a managerial job. The desirability of managerial jobs is operationalized in terms of managerial pay and opportunities for advancement. We have two measures of managerial pay. The first is the annual earnings of most of the establishment's managers and administrators. Our second measure compares managerial pay in the establishment with pay in its industry (calculated from the PUMS data); it is the deviation of average managerial earnings from the 1989 median earnings for managers and administrators in an establishment's detailed industry. We also have two measures of managers' advancement opportunity: the difference between the highest and lowest managerial pay, and the number of levels between the highest and lowest positions in the organization.9
We recognize that the relationship between the attractiveness of managerial jobs and our dependent variable, the sex composition of the supply of prospective managers, may be reciprocal. For instance, the 1979 demographic composition of California state jobs and the change in composition between 1979 and 1985 significantly affected the jobs' 1985 pay rates (Baron and Newman 1989:122; also see England et al. 1996) . Nonetheless, other research and our preliminary analyses warrant treating average managerial pay as influencing the sex makeup of managerial jobs.
ANALYSIS
Because the disturbance variation of units of different sizes presumably varies inversely with establishment size, the data violate the OLS assumption of homoscedasticity. Therefore, we used weighted least squares (WLS) with establishment size as the weight variable to correct for heteroscedastic disturbances.
Although some of our independent variables are moderately correlated (see Appendix B), rnulticollinearity is not a problem. 10 To control for any difference between establishments that were and were not missing data, our preliminary equations included binary variables denoting whether we estimated a variable's value. Only the missingdata indicator for managerial earnings was statistically significant; the final model omits the other missing-data indicators.
RESULTS
In this national probability sample of establishments, sex-based ascription was neither unusual nor universal. On average, in the establishments we studied 62 percent of managers were male;11 in one establishment in four, women held less than 10 percent of managerial jobs. Nonetheless, in almost 45 percent of the establishments at least 40 percent of the managers were female.
9 An alternative indicator-whether establishments had more than one managerial levelproved too crude to capture differences across establishments in managers' promotion chances. Our measure, the number of levels in the establishment, includes job ladders that can provide paths between managerial jobs, paths between nonmanagerial jobs, and paths connecting nonmangerial jobs with managerial jobs. Because most organizations and job ladders tend to be highly segregated by sex ; Bielby and Baron 1986), however, job ladders into managerial jobs are as likely to reproduce sex segregation in lower-level jobs as to provide a path into management for women. SOCIOLOGICAL REVIEW a Odds ratios less than 1 predict a decrease in men's share of managerial jobs (i.e., an increase in women's share); odds ratios greater than 1 predict an increase in men's share (i.e., a decrease for women). The practice that Mayhew described over 30 years ago remains common. Of the 461 establishments that had hired any managers in the two years before the survey, half had "frequently" recruited them through a referral or a direct invitation to apply; only 7 percent had never done so.
The more establishments rely on referrals or encourage specific employees to apply, the larger men's share of managerial positions (see Table 1 ). By exponentiating the logit coefficient, we obtain the more interpretable coefficient for the odds ratio. This coefficient for the effect of recruiting through informal networks represents the difference between "never" and "sometimes" using informal referrals; the coefficient is sizable, indicating a 14.8-percent increase in the odds ratio for the proportion male managers. This effect is consistent with men being the primary actors in the selection of managers and with men favoring other men.
Logistic regression assumes that the effects of independent variables depend on the value of the dependent variable (expressed as a proportion). Given the S-shape of the logistic curve, their effects are necessarily smaller as the proportion male managers approaches 0 or 1. As a result, independent variables' effects were strongest in establishments in which about half of the managers were male. For example, as Figure 2 shows, the effect of hiring through informal networks had the greatest impact in establishments whose proportion male managers ranged from .4 to .6.13 In such establish- 13 To represent the effect of the jth independent variable on the proportion managers who were male, we employed the APj coefficient, which gives the difference between the predicted proportion associated with a one-unit change in Xj, holding all other independent variables constant (Kaufman 1996:97-99). ments, a change from "never" to "sometimes" or from "sometimes" to "usually" using referrals would have resulted, on average, in a 3.3-to 3.5-percent increase in the proportion male managers. In contrast, in establishments in which at least 90 percent of the managers were men, an increase in the reliance on referrals would have raised the proportion male managers by just 1.2 percent.
RECRUITMENT THROUGH OPEN METHODS
The use of open recruitment methods (e.g., advertising openings or recruiting through employment agencies) was associated with women holding a greater share of managerial jobs. A shift from "never" using open methods to "sometimes" using them would have reduced the odds ratio for men's share of managerial jobs to .785, a drop of 21.5 percent. In establishments with 40 to 60 percent male managers, using open methods "sometimes" rather than "never" was associated with about a 6-percentage-point decline in the predicted proportion male managers (Figure 2) . If an establishment with mean values on all of the independent variables had used open methods "often" rather than "never," the proportion male managers would have increased by 11 percent (results not shown).
FORMALIZATION OF PERSONNEL PRACTICES
We expected the formalization of an establishment's personnel practices (e.g., written rules and procedures, written hiring and firing procedures, written job descriptions, written performance records, and written evaluations) to reduce ascription and thereby lower men's share of managerial posts. However, the typically high levels of formalization among the establishments in this sample (77 percent had formalized at least six of the eight practices about which the survey asked) are consistent with some establishments having developed written documents without changing their actual practices. The significant negative interaction term for formalization x establishment size, which indicates the increasing effectiveness of formalization with increased establishment size, confirms our suspicion that formalization in small organizations is likely to be only nominal.14 The significant interaction between formalization and establishment size means that the strength of the effect of formalization depends on establishment size. To estimate its effect for an organization of size n, we summed the coefficient for the additive term for formalization and the product of the interaction term's coefficient multiplied by establishment size (Stolzenberg 1980:471-73) . In establishments with 100 employees, for example, the predicted effect on the logit of formalizing an additional personnel practice would be -.061 + (-.000017 x 100), or -.0627. Exponentiating -.0627 yields a coefficient of .939 for the effect of formalization on the odds ratio, which means that each additional formalized procedure would reduce the odds ratio for male managers by 6.1 percentage points. In an average-sized establishment (i.e., one with 892 employees), the effect of formalizing a single personnel practice would be -.076 (i.e., -.061 + [-.000017 x 892])-the corresponding coefficient for the odds ratio is .927. In an establishment with 5,000 employees, the logit for formalization is -.146, which corresponds to a coefficient for the odds ratio of .864. Thus, in an establishment with 5,000 employees, each formalized procedure reduced the odds ratio for male managers by 13.6 percent.
The effect of formalization on the proportion male managers, like the effects of the other independent variables, was strongest in establishments that employed equal numbers of female and male managers. However, as Figure 3 shows, the larger the establishment, the stronger the effect of formalization, net of the sex composition of its managers. For example, in an average-sized establishment (892 employees) with the average proportion 14 The statistically significant regression coefficient for the additive term for establishment size (b = .00008) holds for the 17 establishments in the NOS that had not formalized any of their employment practices. The largest of these 17 establishments employed just 67 workers, too few for size to meaningfully affect their sex composition. The additive (and nonsignificant) term for formalization is substantively meaningless because it applies to establishments of size 0. One reason formalization does not act as a stronger brake on ascription is that highly formalized organizations nonetheless often rely heavily on informal recruitment channels (Pinfield 1995) , as indicated by the significant correlation (r = .24) between formalization and recruitment through personal networks (see Appendix B). A promotion discrimination lawsuit against a large corporation in which the senior author served as an expert witness illustrates the vulnerability of formalization to top managers' prerogative of deciding who should join their ranks. Although this firm would have scored at the top of our formalization scale, a group of male executives charged with filling two high-level management posts did not review any of the written applications, did not examine any of the candidates' personnel records or written evaluations, did not consult the written job descriptions in selecting finalists, and ignored the organization's written procedures for filling the positions. Instead they generated a short list by "blue skying." For top-level positions, this organization's formal structures were no more than "ceremonial gestures" (Edelman and Petterson 1999) that did not reduce subjectivity or bias. In sum, formalization has the potential to undermine ascription, but it cannot do so when formal requirements are largely symbolic or when establishments recruit managers through informal networks.
EXTERNAL VERSUS INTERNAL MANAGERIAL RECRUITMENT AND THE COMPOSITION OF THE RECRUITMENT POOL
Among establishments that recruited any managers from the external labor market, the sex composition of their industry is a proxy for the composition of the external labor supply. For these establishments, the effect of their industry's sex composition is the sum of the coefficient for industry's sex composition (-.0029) and the coefficient for the interaction of sex composition and outside hiring (.015). Thus, each additional 1 percent male in an industry's labor force was associated with a 1.21-percent increase in the logit for the proportion male managers, and with a .1-to .3-percent change in the proportion male managers, depending on men's share of managerial jobs (results not shown). 16 For establishments whose internal and external recruitment pools differ in sex composition, this positive effect on men's share of managerial jobs sometimes reflects ascription. Consider the 266 establishments in our sample in majority-male industries. Of those whose nonmanagerial workers were primarily male, only 45 percent recruited managers from outside the firm compared to 60 percent of those whose nonmanagerial workers were primarily female (results not shown). Given the positive effect of recruiting managers from predominantly male pools on men's share of an establishment's managerial jobs, the choice of a recruitment pool has ramifications for an establishment's sexual division of managerial labor. The opposite situation at Proctor and Gamble illustrates our point. Given attrition among female managerial prospects, Proctor and Gamble's former practice of promoting from within had inevitably limited women's representation in middle and upper management (Parker-Pope 1998).
MARKET COMPETITION
Competitive markets for establishments' products or services apparently temper their use of ascription, as we hypothesized. A oneunit change in the four-unit scale measuring competition was associated with a 16.4-percent drop in the odds ratio (see Table 1 ). As Figure 2 shows, a one-unit increase in competition would have decreased men's proportion of managerial jobs by between 1.6 and 4.5 percent, depending on the establishment's sexual division of managerial labor. This negative effect of market competition on men's representation in management means that highly competitive markets restrain establishments from taking advantage of any short-run cost saving associated with the use of ascription.
OPPORTUNITY TO SEGREGATE MALE AND FEMALE MANAGERS
We had hypothesized that the degree of departmentalization within establishments would be negatively associated with the proportion male managers because departmentalization permits establishments to segregate female and male managers into different departments. Our results belie this expectation. The coefficient for the number of standard functions that establishments organized as departments was nonsignificant (and positive).
THE SUPPLY OF AND DEMAND FOR MANAGERS
Most of our indicators of the supply of and demand for managers significantly affected the prevalence of sex-based ascription, as 16 Although the regression coefficient for any outside recruitment is statistically significant, it is substantively meaningless because it applies only to establishments in industries that were entirely female, and there were no such establishments in the NOS. hypothesized. A large supply of prospective managers-as measured by the establishment having received at least 30 applications for a managerial position-substantially increased men's share of managerial jobs. Receiving "at least 30" rather than "fewer than 30" applications increased the odds ratio for proportion male managers by 67 percent. This association confirms that the link between labor supply and women's access to nontraditional jobs (Reskin and Roos 1990 ). The sex composition of one of the pools from which establishments recruit managers-their own nonmanagerial employees-affected the sex composition of their managerial workforce. As men's share of the nonmanagerial jobs within an establishment increased by 1 percentage point, the odds ratio for the proportion male managers increased by 2.3 percent. The effect of a 1-percent change in men's share of nonmanagerial workers on the proportion male managers ranged from .2 to .6 percent, depending on the sex composition of establishments' managers (results not shown). In addition to denoting the labor supply, this effect may tap organizations' tendency to match subordinates and their managers on the basis of their sex.
We speculated that industries' sex composition might capture institutional norms regarding the sex labeling of jobs and hence affect the sexual division of managerial labor even in establishments that did not recruit managers from the external labor force. The data did not bear this out (note the nonsignificant additive term for industries' sex composition in Table 1 ). Thus, industries' sex composition directly affects the gender makeup of establishments' managers only through its effect on the external supply of prospective managers.
DESIRABILITY OF MANAGERIAL POSITIONS
We expected the level of managerial compensation to influence establishments' ability to attract male managers and therefore whether they needed to turn to women. Although any association between these two variables may result from reciprocal causality between sex composition and rewards, the nature of organizational compensation practices supports treating the causal process as running primarily from rewards to sex composition. Since the middle of the century, employers have widely used job evaluation procedures to set pay (Baron, Dobbin, and Jennings 1986), and most contemporary employers strive for pay structures that are internally consistent across jobs. According to Nelson and Bridges (1999: 74, 79-80, 90) , the compensation systems of large organizations are designed to achieve internal equity in pay across jobs. The relationship between the average pay in different jobs in the NOS establishments is consistent with Nelson and Bridges' claim: Our analyses revealed that high-paying establishments tend to pay all jobs well, and low-paying establishments tend to pay most jobs poorly.17 Thus, administrative considerations are the primary bases of pay within establishments; effects of the sex composition of job incumbents are likely to be secondary. Longitudinal analysis of the relationship between pay and workers' sex composition further supports treating sex composition as endogenous. The strongest evidence comes from the finding that educational institutions that raised administrators' pay relative to competing institutions were more likely to subsequently hire male administrators (Pfeffer and DavisBlake 1987:2 1). Given these results, we treat the coefficients for managerial rewards as primarily reflecting causal influences on managerial sex composition rather than the reverse.
All three indicators of how well establishments pay managers-average managerial 17 Among the 516 establishments in our sample, the correlation of .46 between the average pay of managers and the average pay of the organization's "core" worker indicates internally consistent pay structures within establishments. This result replicates Blau's (1977, chap. 5) finding for the relative wage standing of firms. We conducted a stronger test of the causal priority of managerial pay by regressing average managerial pay on the average pay of core workers and on the proportion managers who were male. The standardized regression coefficient for core workers' average pay was almost twice the coefficient for the percentage of managers who were male (.437 and .247), consistent with establishment-level wage hierarchies causally preceding their sex composition. salary, how much that salary exceeds the industry average, and the possibility for earnings growth for managers-are positively associated with men's share of management jobs. As Table 1 shows, each additional $1,000 in average managerial earnings is associated with a 6.4-percentage-point increase in the odds ratio for men's share of managerial jobs. The effect of average managerial earnings on the proportion male managers ranged from .6 to 1.6 percent (see Figure 2) . If the causal ordering runs exclusively from pay to composition, increasing managerial pay by $1,000 in an establishment that was average in the sex composition of its managers (.62) would have raised men's expected proportion managerial jobs to .635.
The effect of the deviation of establishments' managerial pay from the average in their industry is smaller, but statistically significant. Managerial salaries that exceeded those of the industry by $1,000 would have increased the proportion managers who were male by .37 to 1.0 percent, depending on the sex composition of the establishment's managers (results not shown; see note 14 for computational details). The effect of the range of managerial pay within the establishment was in the expected direction, but did not attain statistical significance at the conventional p < .05 level.
Finally, the association between the total number of hierarchical levels in an organization and its sexual division of managerial labor is positive, but small: Each vertical level is associated with a change of just .013 in the odds ratio for the proportion male managers. Given a reciprocal relationship between the number of vertical levels and men's share of managerial jobs (Strang and Baron 1990:492), the effect of an additional vertical level on the proportion male managers is no more than 1.3 percent (results not shown; see note 14).
In sum, although the relationship between the attractiveness of managerial jobs and managerial sex composition may be reciprocal, the positive coefficients for these four measures indicate that the more attractive an establishment's management positions, the more of its managers will be male. One interpretation of these effects focuses on men's job queues: More attractive managerial jobs draw ample numbers of male applicants (see Figure 1) . However, these effects are also consistent with establishments reserving the most desirable managerial jobs for men ( Recruitment is the first step in the process that determines the sex composition of an establishment's managers. Our analysis shows that the methods establishments use to recruit managers strongly affect the sex composition of management. Open recruitment-posting or advertising managerial jobs, recruiting through employment agencies, or promoting according to senioritywhile not eliminating ascription, minimizes it in the recruitment phase. In contrast, the more establishments rely on referrals to recruit managers, the greater men's share of managerial jobs. Using informal networks limits the recruitment pool to people with ties to a decision-maker, and people in social networks tend to resemble one another demographically. Heavy use of networks in recruitment is hard to combat because many managers believe that members of their personal networks are more talented than outsiders. For example, an officer of a financial services corporation recounted how he got promotions for members of his networks by getting them added to the promotion lists of his fellow vice presidents, and, when asked, he returned the favor. In his judgment, only "losers" used the formal channels (McGuire  2000) . Although decision-makers may intend to be meritocratic, the effect of network-based recruitment is to increase sexbased ascription in the staffing of management positions.
Managerial selection and job assignment that involve subjectivity, stereotyping, bias, and ingroup favoritism introduce ascription.
Reducing subjectivity in selection and job assignment will therefore increase women's share of managerial jobs. Our measure of formalization taps procedures that should increase the objectivity of the personnel practices involved in hiring, job assignment, and retention: written rules and procedures, written hiring and firing procedures, written job descriptions, written performance records, and written evaluations. In keeping with our expectation, NOS establishments' level of formalization exerted a positive net effect on the proportion of women they employed as managers, which we interpret as formalization curbing ascription by minimizing subjectivity and bias. As Szafran (1982:175) observed, when organizations formalize qualifications in written documents, they are not likely to list ascribed characteristics.
Nominal formalization, however, will not check propensities toward ascription. Although establishment size is not necessarily linked to the degree to which establishments' actual practices conform to their written procedures, the impact of formalization increases with the size of the establishment, consistent with small organizations formalizing more in word than in substance. Even in very large establishments, however, formalization is less important than recruitment methods, indicating that recruitment is a critical stage for exclusion or inclusion. But, as in the discrimination case described above, in which the search committee generated candidates for top management jobs by brainstorming, the modest effect of formalization also reflects the fact that formalizing procedures does not ensure gatekeepers' compliance. Regardless of the size of the establishment, the potential of formalization to derail ascription is most likely to be realized when combined with mechanisms that ensure that actual practice conforms to the formal procedures. Such mechanisms include giving human resource personnel oversight responsibility and holding decision-makers responsible for their selections (Heilman 1995; Tetlock 1992 ). The fact that court-approved settlements in discrimination suits often require employers to provide for such oversight reflects courts' recognition of the importance of accountability.
The effect of the sex composition of recruitment pools is in part a sign of the impact of ascription because the choice of a recruitment pool-whether by design or habit-is a personnel practice that has the potential to reduce or support ascription in managerial staffing, at least for establishments with access to recruitment pools whose sex composition varies. The effect of the decision to recruit managers from outside by establishments whose industries are more male than their internal nonmanagerial labor force is ascriptive. In addition, although we cannot pin down the causal order of the positive relationships between indicators of the desirability of managerial jobs and men's share of these jobs, they are consistent with establishments giving men the first chance at the best management jobs and turning to women when they cannot attract enough qualified men. In effect, such establishments either prefer male managers or they defer to men's desire for attractive managerial jobs.
Others have shown that establishments' characteristics influence the degree of gender equality in organizations. We go further, showing that establishments' personnel practices substantially affect the sexual division of managerial labor. Although the sex composition of the supply of qualified prospective managers is important, focusing on supply-side factors, or-more generally-on the operation of labor markets, distracts us from the key role of organizational practices. By recruiting through "old-boy networks" and using personnel practices that are vulnerable to subjectivity, employers reduce women's access to managerial jobs. Formalizing personnel practices and reducing the reliance on informal networks improves women's opportunity to compete with men on an equal footing. These changes are particularly important in predominantly male work settings that lack "a visible contingent of minority employees [that] may be a precondition for success in desegregating work" (Baron and Bielby 1985:248) .
Competition in establishments' product or service markets, although not within establishments' control, encourages them either to seek the best available candidates without regard for sex, or-given women's lower average pay-to reduce their labor costs by relying more heavily on female managers. The fact that competition and labor short-SOCIOLOGICAL REVIEW ages can override any predisposition toward sex-based ascription is further evidence that it is within establishments' control.
In small establishments and in those whose managers are mostly male, however, changing personnel practices is unlikely to substantially alter the sexual division of managerial labor. In these establishments, external pressure may be required to counter the forces that favor ascription. The more male an establishment's managers and the more male its industry, the more necessary are affirmative pressures if women are to have an equal chance at managerial jobs. Such efforts include identifying and eliminating barriers at every stage of the placement process: using innovative recruitment methods, altering internal labor markets (e.g., allowing promotions across job ladders or departments), setting goals for women's share of managerial jobs, and rewarding top managers for meeting those goals. When neither competition nor labor shortages is appreciable and no internal mandate exists, pressures by regulatory agencies provide the only viable force for checking sex-based ascription in work organizations. 
